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The rise of the system outsourcing would have a significant impact on the employment relationship between the employee and the company management. Given this, the emergence intensity job insecurity becomes higher felt by employees. Job insecurity can affect the motivation of employees of outsourcing because they feel insecure, one of which is only the status of the contract. In general, a high motivation associated with high performance, and vice versa. An individual's performance relates to the ability and desire have, because there are personal and environmental factors that affect work performance.
At PT. Telkomsel Medan, outsourcing employees to part Business Support obtained from company PT. Outsourcing Kinarya Mandiri (KAM) as a provider of employment. The contract system is applied to the 2014 run for one year once. While in 2015, the regulations regarding the applicable contract period PT. KAM turned into two years. Even so, many of the employees outsourced who resigned or was terminated before the expiration of the contract. This is due to the resignation of employees and outsourcing companies are not penalized by the employment service. Turnover employees outsourced at PT. Telkomsel Medan itself is still very high. It can be seen from Table 1 The problems that arise related to non-physical work environment is the lack of attention of superiors to situations and conditions that slow down the work employees outsourced. In addition, the cooperative relationship among employees Outsourcing with permanent employees less, causing a buildup of work to do. The slow process of file administrative charges on division finance to be one result.
For employees of outsourcing, job insecurity that is felt to be the inevitable. Job insecurity can affect the motivation of employees of outsourcing because they feel insecure, one of which is only the status of the contract. Worrying will lose their jobs at any time causing unease for outsourced employees. So will decrease the performance of the employee. In addition, regulatory changes often occur in the PT. Telkomsel Medan. Causing a state of uncomfortable and ambiguous experienced by employees of outsourcing.
Policies regarding the reduction of overtime hours are also one form of insecure at Telkomsel Medan. For employees of outsourcing, time overtime which was not limited to only 22 hours a month. These circumstances make employees outsourcing feel worried about the reduced benefit that will be received. Though often employees outsourced still have to work outside working hours that have been determined over 22 hours a month. The company policy that employees be felt powerless to deal with the conditions and situations that happened because he did not get a good socialization of the enterprise on a consistent policy.
These things cause the performance of employees outsourced in PT. Telkomsel Medan considered still not optimal. This is evident from the complaints of some employees remain in force as a user of the results of the outsourcing employee. Both in terms of precision, accuracy and timeliness in settlement. Additionally, in part of outsourced employees often neglect the work that should be their responsibility. As data partner companies lacking updates, completeness file bills that often are lacking so that the file must be returneddireturn, circulation the old file that causes the beam period expired, the use of hours of rest for too long so as not standby work, and so on.
The following is a table showing the percentage of absenteeism level data outsourcing PT. Telkomsel Medan. At the data in Table 2 can be seen that from 2014 until 2016, the level of absenteeism. Outsourcing is still high. The percentage rate of tardiness, sick and permits showed an increase from year to year. This suggests that a lack of motivation to work which also shows that employees feel disappointed at the company, so that they exhibit a negative work behaviors such as: late for work, miss work, delaying the work, even the decision to leave the company.
Based on the results of pre-survey conducted based on interviews with seven employees outsourcing in the office PT. Telkomsel Medan, this problem occurs because no clear job description that is given to employees of outsourcing. Often from employees outsourcing feel their workload is too high because it must work outside of work or responsibilities outsourced employees. Moreover, the absence of severe sanctions for employees outsourced who make mistakes is also a trigger negligence work. The biggest concern experienced by employees of outsourcing is the termination of contracts that can happen at any time.
II. BASIC THEORY

A. Non-Physical Of Work Environment
The non-physical work environment is all circumstances that occur relating to labor relations, good relations with superiors and co-workers relationships, or relationships with subordinates [1] . Moreover, psychic working environment defined as something that concerns the psychological aspect of the working environment. Based on these notions, it can be said that the non-physical work environment is a work environment that can not be captured by the human senses, but the non-physical work environment can be felt by the workers through relationships with fellow workers and superiors.
1) Relationship with boss
Leadership is a relationship that affects the behavior of others in order to work better fits the organization's objectives. The above theory is supported by the other theory regarding the non-physical work environment, adding that gives a fair and objective treatment of employees by implementing a system of reward and punishment will show the shape of the company's attention on the performance of the employee. The indicator for the relationship with superiors, namely: harmony, trust, clarity of task and reward systems [2] .
2) Relationship with boss Management must create inter-personal relationships within the company and with a high sense of family. For example, by doing activities together. A good relationship between employees will assist the company in creating a harmonious working atmosphere and conducive in order to achieve the goals set. The indicator relationships with colleagues, namely: communication, teamwork, and a sense of caring.
B. Job Insecurity
Job insecurity is the helplessness of a person in maintaining the desired continuity in working conditions threatened 3]. Job insecurity is defined as a state of insecurity caused by the threats to the survival of his work. Job insecurity has negative consequences to the attitude of the organization's work, such as the deterioration of working conditions, lack of career opportunities, salary reduction, development and in some cases may damage relations with the workers' organizations [4] . As for the dimensions or components that make job insecurity [5] :
1) In the aspect of the job, for example, lack of promotion, no increases in wages, and setting a schedule that varies 2) Possible changes to the sustainability of the work, for example, such as the emergence of the level of concern was fired and also the level of concern loss of dignity and worth.
3) Possible changes in the level of the working environment, such as the level of the threat of job loss from the company's internal and external environment, the regulatory changes within the company and also the high level of competition.\environment.
C. Work Motivation
The motivation comes from the word motivation, which means "move." Motivation is the result of a process that is internal or external to an individual, causing enthusiasm and persistence in carrying out certain activities [6] . Moreover, motivation is a process that explains the intensity, direction and persistence of an individual to achieve the goal [7] . In conjunction with the working environment, motivation is defined as conditions that affect evoke, directing and maintaining behavior associated with the work environment.
Based on some existing definitions above, it can be concluded that motivation is the urge someone to do a job [8] .
States that the factors that affect the motivation of an employee there that are internal and external [9] . 
D. Employee Performance
Performance is basically what is done or not done by employees [10] . The performance of employees as a result of the quality and quantity of work that can be achieved in performing the duties of an employee in accordance with the responsibilities given to him. Based on the definition of the employee's performance, it can be concluded that the employee's performance is the quality and quantity of an individual or group work to achieve the purpose of the work [11] .
The performance of public employees include: 
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Type of research used in this research is using associative research with a quantitative approach. This research was conducted at the office of PT. Telkomsel Medan Branch. The study was planned months from April to August 2017.
In this study, there are three variables of the study are:
1. The variable independent (free) in this research that Non-Physical Work Environment (X1) and Job insecurity (X2).
Non-Physical Working Environment (X1) are all circumstances that occur relating to the good working relationship with the relations with superiors and subordinates as well as relationships with colleagues. From the definition above, the dimension is the relationship with the boss and relationships with coworkers.
Job insecurity (X2) is the helplessness of a person in maintaining the desired continuity in working conditions threatened. The dimensions contained in the work environment variables are: a. Aspects of the work, this dimension indicator is the lack of promotion, no increases in wages, and setting a schedule change.
b. The significance of the entire work, indicators of this dimension is the emergence of the level of concern was fired and also the level of concern loss of dignity and worth.
c. The possibility of adverse changes in the work environment, indicators of this dimension is the level of the threat of job loss from the company's internal and external environment, the regulatory changes within the company and also the high level of competition.
The variable dependent (dependent) in this research is employee performance (Y).
Employee Performance (Y) is the result of the quality and quantity of work that can be achieved in performing the duties of an employee in accordance with the responsibilities given to him. The dimensions of the work performance variables, namely: a. Quality is the level achieved by the process or the results obtained in an activity close to perfection. Measured by three indicators, namely: provision of employment, do the job thoroughly, and finish the job neatly.
b. Quantities work includes the output should be noted not only the output but also quick routine to finish the work "extra." Measured by two indicators: work capacity and job targets.
Intervening variables in this study is the motivation (Z).
Motivation (Z) is the thrust of the individual that explains the intensity, direction, and persistence of an employee to achieve the goal. The dimensions of the motivational variables, namely:
a. Internal indicators in this dimension that responsibility, advancement, and the work itself.
b. External indicators in this dimension, namely working conditions, salary, compensation, job security, and employment status.
Researchers used a Likert scale to measure each variable. Determination of value is based on Likert Scale respondents is the sum of the value scale given in each of the answers on the 
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Test Validity
Validity test used to determine if there are any questions on the questionnaire invalid because it was considered irrelevant. Valid test is determined by comparing the value of r count (table corrected item-total correlation) with r table (table product moment to 0.05) for the degree of freedom (df) = nk [12] .
Test Reliability
Test reliability is an index indicating the degree to which a tool used to measure trustworthy or reliable. The questions which were declared invalid in the validity of the test will be determined if the criteria of reliability with value Cronbach's Alpha ≥ 0.60 then the question is reliable.
Classical Assumption Test
Testing classic assumption will be made up of: 
Descriptive Analysis Method
Descriptive analysis is the analysis used in a way to formulate and interpret the data so that it can provide a clear picture through the collection, compilation, and can analyze the data so it can be a general overview company to be researched [13] .
Path Analysis Method (Path Analysis)
Is used to analyze the relationship between variables, with the aim to determine the effect, directly or indirectly, a set of independent variables (exogenous) to the dependent variable (endogenous) [14] . V. RESULTS AND DISCUSSION
Validity and Reliability Test
Validity test results throughout the questions this study declared invalid. Reliability testing which states that the instrument variables in this study is reliable.
Classical Assumption Test
a. Normality Test
Normality test results are as follows:
Figure 4. PP-Plot Graphs
The histogram above results showed that the distribution histogram of the data residuals follows a normal distribution pattern distribution histogram which approximates the shape of a bell.
b. Multicollinearity Test
Multicollinearity test results can be seen in the following table: Figure 5 . Scatterplot Graph Figure 5 provides that the distribution of residual information is homokedastisitas wherein the data on the graph shows the distribution of the data residual evenly all over the place without forming a specific pattern. Thus it can be said that this model is a good model and free from problems heterokedastisitas. Table 4 gives information about the predictive ability of the model study sub-models 1. Where the adjusted R-square value (R 2 ) of 0.220 means that the variable X1 (Non-Physical Work Environment) and X2 (Job Insecurity) is able to explain 22% of the variance of the dependent variable Z (motivation). While the remaining 78% is explained by other factors not examined in this research model.
While the partial effect of the two independent variables (X1 and X2) on the dependent variable Z can be explained by Table 5 below: The results of research conducted hypothesis is able to answer the following conclusion:
1. There is a positive and significant influence of nonphysical work environment on employee motivation outsourcing business support PT. Telkomsel Medan Branch.
2. There is a negative and significant effect of job insecurity on employee motivation outsourcing business support PT. Telkomsel Medan Branch.
3. There is a positive and significant influence of nonphysical work environment on employee performance support outsourcing business PT. Telkomsel Medan Branch.
4. There is a negative and significant effect of job insecurity on employee performance support outsourcing business PT. Telkomsel Medan Branch.
5. There is a positive and significant influence of motivation on employee performance support outsourcing business PT. Telkomsel Medan Branch.
6. There is a positive and significant influence of nonphysical work environment on employee performance business outsourcing support through work motivation at PT. Telkomsel Medan Branch.
7. There is a negative and significant impact of job insecurity the performance of employees business outsourcing support through work motivation at PT. Telkomsel Medan Branch.
